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The North Scott Community: School District has, and will continue 
to have in the future, a strong commitment to the principles of affirmative 
action. It is recognized that the elimination of discrimination is an On- 
going process. 


The District shall maintain a program of affirmative action which will 
ensure the provision of equal employment opportunities for staff and non- 
discriminatory treatment of staff regardless of race, creed, religion, national 
origin, age, marital status, sex, or physical disability. This program shall 
be in accordance with Title 1X of the 1972 Elementary and Secondary Education 
Amendments , Sections 503 and 504 of the Rehabilitation Act of 1973, Chapter 95 
Code of lowa, and all other relevant state and federal executive orders and 
statutes. Affirmative action shall 4nclude, but not be limited to the follow- 
ing: employment, demotion or transfer; recruitment or recruitment advertisings 
layoff or termination; rates of pay or other forms of compensation; selection 
for training and staff development, and supervisor-employee and employee- 
employee relations. 


All persons responsible for employment procedures » personnel practices, 
and supervision of employees, shall comply with and support the principles 
set forth in the Plan. The implementation, development, and monitoring of 
the Plan shall be the responsibility of the Superintendent of Schools or 
designee. Inquiries concerning the application of the Plan should be 
referred to the staff member designated as the Multi-Cultural Non-Sexist 
Coordinator. 


I have a strong commitment to equal opportunity and affirmative action. 
I expect your continued assistance and support in attaining this objective 


of equal employment opportunity and achieving our affirmative action goals. 


Sincerely, 


EQUAL EMPLOYMENT OPPORTUNITY 


The North Scott Community School District shall provide equal opportunity to 
all employees and applicants for employment in accordance with all applicable 
Equal Employment Opportunity and Affirmative Action laws, directives and 
regulations of federal, state and local governing bodies and opportunity to all 
employees and applicants for employment includes hiring, placement, upgrading, 
transfer or demotion, recruitment, advertising Or solicitation for employment, 
treatment during employment, rates of pay or other forms of compensation, and 
layoff or termination. 


Individuals who file an application with the school district will be given 
consideration for employment if they meet or exceed the qualifications set by 
the board, administration, and State Department of Education for the class Or 
position for which they apply. In employing school district personnel, the 
board shall consider the qualifications, credentials, and records of the 
applicants without regard to race, color, creed, sex, marital status, national 
origin, religion, age Or disability. In keeping with the law, the board shall 
consider the veteran status of applicants. 


This policy shall be reviewed by the administration at least one time per year. 
Employees shall be given notice of this policy annually. 


Inquiries by employees Or applicants for employment regarding compliance with 
the equal employment opportunity and affirmative action, including but not 
limited to complaints of discrimination, shall be directed to the Affirmative 
Action Coordinator by writing to the superintendent, Affirmative Action é 
Coordinator, North Scott Community School District, 251 E. Iowa St., Eldridge, 
Iowa 52748; or by telephoning the superintendent at (319)285-4819. 


Inquiries by employees Or applicants for employment regarding compliance with 
equal employment opportunity, including but not limited to complaints of 
discrimination, may also be directed, in writing, to the Director of the Region 
VII Office of Civil Rights, Department of Education, Kansas City, Missouri. 
Such inquiry OF complaint to the federal office may be done instead of, or in 
addition to, an inquiry or complaint at the local level. 


"| Further information and copies of the procedures for filing a grievance are 
ia available in the district’s central administrative office and the administra- 
tive office in each district attendance center. 


Legal Reference: 29 U.S.C. §§621-634. 
42 U.S.C. §§2000e et seq. 
Iowa Code §§20, 70, 279.8, 601A (1989). 
281 Iowa Admin. Code 11.4, 84-88. 
281 Iowa Admin. Code 12.4. 


Cross Reference: 405.2 Licensed Personnel Qualifications, Recruitment, 
Selection 
411.2 Support Personnel Qualifications, Recruitment, 
Selection 
Approved October 22, 1990 Reviewed Revised = 


NORTH SCOTT COMMUNITY SCHOOL BOARD OF DIRECTORS 


Code No. 401.5 


GENERAL PERSONNEL COMPLAINTS 


Complaints of employees against fellow employees or administrators or other 
school personnel shall be brought directly to the immediate supervisor OF 
superintendent and should be made in a constructive and professional manner. 
Complaints should never be made in the presence of other employees, students or 
outside persons. If a satisfactory resolution cannot be reached, the complaint 
shall be forwarded to the superintendent. Should the superintendent be unable 
to reach a solution acceptable to all parties involved, the matter shall be 


appealed to the board. 


v 


n master contracts with all 
strict. This policy shall not apply 
the 


A formal grievance procedure is contained i 


board-recognized bargaining units in the di 
for an item that has been filed or for an item that could be filed at 


employee’s discretion under those formal grievance procedures. 


Legal Reference: Iowa Code §§20.7, .9, 273.1, 279.8 (1989). 


Cross Reference: 402.5 Public Complaints about General Personnel 


Approved October 22, 1990 Reviewed Revised 


NORTH SCOTT COMMUNITY SCHOOL BOARD OF DIRECTORS 
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Code No. 405.2 


LICENSED PERSONNEL QUALIFICATIONS, RECRUITMENT, SELECTION 


Persons interested in a licensed position, other than administrative positions 
which will be employed in accordance with board policies in Series 300, 
"Administration," shall have an opportunity to apply and qualify for licensed 
positions in the school district without regard to age, race, creed, color, 
sex, national origin, religion or disability. Job applicants for licensed 
positions shall be considered on the basis of the following: 


= Training, experience, and skill; 
= Nature of the occupation; 


| ER - Demonstrated competence; and 
= Possession of, or ability to obtain, state license if required for the 


; | position. 
ee 


Announcement of the position shall be in a manner which the superintendent 

believes will inform potential applicants about the position. Applications for 

| employment may be obtained from and completed applications shall be returned to 
the school district administrative office. Whenever possible, the preliminary 
screening of applicants shall be conducted by the school district employee who 


t| will be directly supervising and overseeing the person being hired. 


| The board shall employ licensed personnel after receiving a recommendation from 
— the superintendent. However, the superintendent shall have the authority to 
| employ a licensed employee on a temporary basis until a recommendation can be 

: made and action can be taken by the board on the position. 


Legal Reference: 29 U.S.C. §§621-634. 


[ae 42 U.S.C. §2000e et seq. 

Ree . Iowa Code §§20, 70, 294.1, 601A (1989). 
281 Iowa Admin. Code 12. 

fi iad 281 Iowa Admin. Code 13-17. 

a 1980 Op. Att’y Gen. 367. 


| | Cross Reference: 401.2 Equal Employment Opportunity 
a a 405.1 Licensed Personnel Defined 


405.3 Licensed Personnel Individual Contracts 


Approved October 22, 1990 Reviewed Revised 
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JOB DESCRIPTION 
AFFIRMATIVE ACTION COORDINATOR 


MAJOR RESPONSIBILITIES: 


1. FACILITATE THE ADOPTION AND IMPLEMENTATION OF THE AFFIRMA- 
TIVE ACTION PROGRAM, including: 


a. Implementation of BOARD POLICY 401.1 

b. Completion of Work Force Analysis Survey 

c. Dissemination of the Affirmative Action Program 
d, Determination of Relevant Labor Market 

e. Completion of Quantitative Analysis 

f. Completion of Qualitative Analysis 

g. Determination of Goals and Timelines 


h. Implementation of strategies to accomplish goals of 
the AFFIRMATIVE ACTION PLAN 


2. MONITOR the AFFIRMATIVE ACTION PROGRAM, including: 


a. Revision of Plan as goals are met 
b. Examination of vacancy trends 

‘c. REVIEW OF. PERSONNEL PRACTICES 

d. Investigation of complaints 


3. REVISE PLAN and SUBMIT ANNUAL REPORT 


al COORDINATOR: 
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AFFIRMATIVE ACTION COMPLIANCE PROGRAM 


The See eaten School District has an established policy 
of Equa Employment Opportunity with respect to race, religion, color, sex, age 
or national origin. The district has an established policy of taking affirma- 
tive action in recruitment, appointment, assignment and advancement of women, 
minorities and disabled. We expect the administration to know of and fully 
accept the equal opportunity and affirmative action policies and to make cer- 
tain that no employee or applicant for employment shall suffer any form of dis- 
crimination because of race, religion, color, sex, age, national origin or 
disability. In order to effectively communicate and interpret the district's 
policies to all levels of the administration and to all other employees, 
communi ty and educational agencies, and the public in general, the following 
will be undertaken: 


A. Dissemination of Policy 
1, Employees will be reminded annually of the district's 


written statement of policy by: 

a. Description of policy by publication or reference in 
all issues or re-issues of personnel -handbooks. 

b. When appropriate, publicize the EEO policy and such 
activities through news stories or other articles in 


district publications. 
c. Detailed discussions at administrative conferences and 


staff meetings. 


2, Employment advertisements will contain assurance of equal 
employment opportunity. 


3. All employment and recruiting sources where jobs are listed 
by the district will be reminded of our policy, both 


verbally and in writing. 


4, Notices will be posted on bulletin boards and in locations 
where applicants are interviewed. These will inform 
employees and applicants of their rights under federal and 
state civil rights laws. 


B, Responsibility for Implementing the Affirmative Action Program 


1, Responsibility is assigned to the Affirmative Action 
Coordinator, who will render full assistance and support 
for those seeking help and assistance in taking affirmative 


action, 


Cc, Recruiting 


1. Additional emphasis will be given to seeking and encouraging 
applicants from minority groups, women's groups and the 
disabled where such applicants with the necessary qual- 
ifications or potentials are available, 


AFFIRMATIVE ACTION COMPLIANCE PROGRAM 
=e 


D. Training 


1. All training and in-service programs supported or sponsored 
by the district will continue to be equally open to 
minority, female and disabled employees on the basis of 
qualifications. 


E, Hiring, Placement, Transfer, Lay-Off and Recall 


1. The district recognizes that to accomplish the long-range 
objectives of its Equal Employment Opportunity policy, 
continued affirmative action must be taken to ensure that 
job opportunities of all kinds are called to the specific 
attention of members of minority groups, women, and the 
disabled and that qualified members of such groups should be 
offered positions on the same basis aS all other applicants 
or employees, To assure achievement of the objectives, the 
district will periodically review its practices in- hiring 
job applicants. 


F. Compensation 


1. All employees, including women, minority groups and disabled 
employees, will receive compensation in accordance with the 
same standards. Opportunities for performing overtime work 
or otherwise earning increased compensation will be afforded 
to all qualified employees without discrimination based on 
race, religion, color, sex, age, national origin, or 
disability. 


This Affirmative Action Program will be reviewed and updated bi-annually. 


yment regarding compliance with 


Inquiries by employees or applicants for emplo 
jon shall be directed to the 


equal employment opportunity and affirmative act 
Affirmative Action Coordinator, North Scott Community School District, 


251 East Iowa Street ; Eldridge » lowa 52748 : 


directed, in writing, to the lowa Civil Rights 
Director of the Region VII Office of Civil Rights, 


Department of Education, Kansas City, Missouri. Such inquiry or complaint to 
the state or federal office may be done instead of, or in addition to, an 


| inquiry or complaint at the local level. 
fn Further information and copies of the procedures for filing a complaint are 


Inquiries may also be 
Department, or to the 


available in the district's central administrative office and the 
administrative office in each district attendance center, 


| | ae 


SUMMARY 
QUANTITATIVE ANALYSIS 


The North Scott Community School District is located in northeastern 
Scott County, The district includes the communities of Eldridge, Donahue, 
Park View, Princeton, Long Grove and Mount Joy. Many of the employees reside 
in these communities. The geographic expanse of the district makes it one 
of the largest in square miles in the state. 


The geographic area most appropriate for the relevant labor market survey 


was national and state for administrators, state for certified teachers, and 
Scott County for the non-certified staff. The immediate Quad Cities area was 
used for minority statistics. The minority population for the Quad Cities 
is 7%. 

The North Scott Community School District conducted the workforce analysis 


survey effective July 1, 1990. A total of 316 forms were returned. There 


are twelve administrators, eleven male, one female. There are no administra- 


tors who are minority or disabled. An underrepresentation of one exists among 


administrators. 
Goal: Hire one minority administrator. 


Among the teaching staff there are 181 members, fifty-eight male and 123 


There is only one minority teacher which constitutes an under- 
There are no teachers with a disability, Under- 


female. 


representation of one. 
representation does not exist due to the lack of statistical data on avail- 


ability. 
Goal: Hire one minority teacher, 


Among the non-certified personnel, underrepresentation does not exist, 


The Quad Cities has a 7% minority population. North Scott has five minority 


employees among the non-certified employees. Collectively, an underrepre- 


sentation of nine exist. Using Scott County statistics only, the underrepre- 


sentation can be subdivided as follows: 
Food Service - 3 
Custodial - 5 
Clerical-Secretarial - 1 


SUMMARY 
QUANTITATIVE ANALYSIS 


== 


Due to the unique qualifications of teacher associates and licensure for 
transportation, statistical data for these is unavailable. Non-certified 

are not underrepresented among the disabled when the total number of disabled 
employed in the district is compared. Food service and clerical statistics 
reveal underrepresentation; however, this is offset by custodians and teacher- 


associates. 


Goal: Hire three minority food service employees. 
Hire five minority custodial employees. 
Hire one minority clerical-secretarial employee. 
Hire three food service workers with a disability. 
Hire two clerical-secretarial employees with a disability, 


(Your social security number is requested Social Security Number 
only as a means of linking the information 

to job categories to be used to report the 

work force composition.) 


Chapter 95 
Workplace Analysis Survey 


In 1986, the Iowa General Assembly adopted a new statute that would require Iowa 
school districts to submit to the Department of Education an annual report regarding 
the district's efforts in carrying out the prescribed duties to provide equal employ- 
ment opportunities. The report must contain an analysis of the demographic com- 
position of the employees of the district; 4.e., the district must determine the 
race, gender, ethnicity, and disability of the employees. This information will be 
used to determine if our present workforce represents the relevant labor market from 
which we hire employees. This analysis will determine whether the district is under- 
represented and must adopt an appropriate affirmative action plan. 

The information you provide will be treated with confidentiality and its use 
is solely for the purpose of compl fance with Chapter 95. 

The district appreciates your cooperation in completing the attached survey. 
Please complete it by-Apriy 17th and return it to the Office of the Affirmative 
Action Coordinator at the Administration Center. 


Part 
Time 


Certified 
Administrators ...... 
Teachers ...cccrecere 

Elementary ....e0. 
Middle eocoeeverere 
High School ...... 


Classified 
Food Service ....ccer 
Custodial/Maintenance 
Transportation (Bus Dr.) 
Clerical-Secretary .. 
Teacher Associates ,, 


Consider the following definition when answering the next question, It is based upon 
language found in Title IV of the Rehabilitation Act of 1973 and implementing 


regulations, 45 CFR, Part 84. 


DISABLED: A "Disabled individual" means any person who: (a) has a physical or 
mental impairment which substantially limits one or more major life activities; 
(b) has a record of such an {mpairment; or (c) is regarded as having such an 
impairment. Examples of disabilities: Cerebral Palsy; Diabetes; deafness or 
hearing impairment; speech impairment; Muscular Dystrophy; orthopedic impair- 
ment; alcoholism; cancer; heart disease; blindness or visual impairment, mental 
retardation; Epilepsy; drug addiction; Multiple Sclerosis; paralysis; mental 

or emotional illness; perceptual handicaps such as dyslexia, minimum brain 


dysfunction, and developmental aphasia. 


ANSWER THE FOLLOWING QUESTION BY SELECTING ONE OF THE RESPONSES BELOW IT AND 
WRITING THE CORRESPONDING NUMBER IN THE BOX TO THE LEFT. 


Do you consider yourself to be, are you regarded as being, or do you have a record 
of being mentally or physically disabled? 


0 No 


mal 
2 Decline to respond 


Employees who do not complete this section will be coded as "2", 


When completed, please fold in half, staple shut, and return to Affirmative Action 
Office at the Administration Center by Thursday, April 12, 1990. 


\> 
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Position 


Superintendent (1987) 
Principal (1987) 
Teacher (1986) 


Female 
4% 

24 

69 


RACE 
White Black 
97 % 1% 
90 6 
91 6 


NATIONAL CERTIFICATED PERSONNEL - A SURVEY 


Hispanic Other. 
1% 1% 
2 2 

1 


DEMOGRAPHIC INFORMATION: IOWA WOMEN AND MINORITIES 
IN EDUCATIONAL ADMINISTRATION 


IOWA'S LEADERSHIP IN EDUCATIONAL ADMINISTRATION DEVELOPMENT (1-LEAD) 


The Iowa Leadership in Educational Administration Development (I-LEAD) project 
is designed to enhance educational administration in Iowa with one of its goals 
being to assist in the recruitment. and support of minorities and women into 
educational administration positions. 


National Iowa 
Position ; Percentages Percentages 
Superintendent/Women ; 3.7 el 
Assistant Superintendent/Women 22.0 14,2 
Principal/Women 24.0 9,8 
Superintendent/Minority 3.0 of 
Assistant Superintendent/Minori ty 12.0 SL, 
Principal/Minority 15,0 iL) 


IOWA FIGURES 


Position 
Total Male Female White Minority 

Superintendent 419 410 9 418 1 
Assistant Superintendent 35 30 5 33 2 
Principal 1205 1087 118 1182 23 
Teacher 31406 10615 20791 31028 278 

Iowa Iowa 
Positions Held By Women National Rankings Numbers 
Superintendent 44th fe) 
Assistant Superintendent 50th 5 
High School Principal 40th 10 
Junior High/Middle School Principal 44th 8 
Elementary Principal 5ist 89 


Source: 1987-88 BEDS Survey and 1988-89 updated figures, 
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STATE OF IOWA 
TABLE 4. EMPLOYMENT STATUS BY SEX AND MINORITY STATUS FOR 1988 


PERSONS IN LABOR FORCE PERCENTAGE BREAKDOWN 

SEX AND MINORITY LABOR EMPLOYED UNEMPLOYED LABOR EMPLOYED UNEMPLOYED UNEMPLOYMENT 

STATUS FORCE FORCE RATE 
TOTAL BOTH 1,500,000 1,433,000 67,000 100.0% 100.0% 100.0% 4.5 
WHITE 1,473,060 1,408,700 64,360 98.2 98.3 96.1 bb 
BLACK 18,720. 16,680 2,050 1.2 1.2 3.1 10.9 | 
OTHER RACES 8,210 7,620 590 0.5 0.5 0.9 7.2 
SPANISH AMERICAN 11,150 10,100 1,050 0.7 0.7 1.6 9.4 
MINORITY GROUP 1/ 38,090 34 ,400 3,690 2.5 2.4 5.5 9.7 
FEMALE 
TOTAL FEMALE 627,920 602,510 25,410 100.0 100.0 100.0 4.0 
PERCENT OF BOTH SEXES 41.9 42.0 37.9 
WHITE FEMALE 615,640 591,380 24,260 98.0 98.2 95.5 3.9 
BLACK FEMALE 8,640 7,770 870 1.4 1.3 3.4 10.1 
OTHER RACES FEMALE 3,640 3,360 280 0.6 0.6 1.1 7.7 
SPANISH AM. FEMALE 4,750 4,450 300 0.8 0.7 1.2 6.4 
MINORITY GROUP FEMALE 1/ _—17,040 15,580 1,460 Dail 2.6 5.7 8.6 


NOTE:MAY NOT SUM DUE TO ROUNDING. 

RATES AND PERCENTAGES COMPUTED USING UNROUNDED DATA 

SPANISH AMERICAN ALSO INCLUDED IN WHITE AND MINORITY GROUPS 

1/ SUM OF BLACK, SPANISH AMERICAN, AND OTHER RACES 

% NOT COMPUTABLE 

SOURCE: LABOR MARKET INFORMATION UNII, DEPARTMENT OF EMPLOYMENT SERVICE. 


TABLE 5 OCCUPATION OF JOB SERVICE APPLICANTS 
DECEMBER 31, 1988 


BY EK CATECORY 


VETERAR AGE GROUP 

MAJOR OCCUPATIONAL MINORITY § HARDI- DIS- UNDER 45 ARD 

GROUPS TOTAL FEMALE TOTAL FEMALE CAP TOTAL ABLED 22 OVER 
OFFICIALS AND MANAGERS 5,559 1,746 214 54 276 1,328 635 161 # 1,378 
PROFESSIONALS 2,337 1,168 145 66 104 347 172 65 76 
TECHNICIANS 1,221 421 63 20 56 271 152 58 155 
SALES WORKERS 6,600 3,938 296 183 291 662 431 1,548 1,228 
OFFICE AND CLERICAL ~ 12,615 10,437 762 547 Sl 725 469 1,668 2,515 
CRAFT WORKERS 9,392 369 493 25 518 2,756 1,575 712 1,404 
OPERATIVES 20,660 5,528 1,353 316 971 4,145 2,179 1,950 3,390 
LABORERS 11,755 1,786 1,088 166 516 1,941 1,153 1,925 41,185 
SERVICE WORKERS 10,250 5,924 886 359 716 1,103 747 1,811 1,936 
AGRICULTURAL WORKERS 2,576 605 70 18 B8 189 107 1,267 205 
OTHER/NOT AVAILABLE 35 10 0 0 P 7 6 i) 8 
TOTAL 83,977 32,217 5,409 1,763 4,122 13,681 7,739 11,569 14,011 
°s 


SOURCE: JOWA DEPARTMENT OF EMPLOYMENT SERVICES 
l6- 


STATE OF IOWA 
SCOTT COUNTY 
TABLE 4. EMPLOYMENT STATUS BY SEX AND MINORITY STATUS FOR 1988 


PERSONS IN LABOR FORCE PERCENTAGE BREAKDOWN 


____ PERSONS _IN LABOR FORCE _ 
SEX AND MINORITY LABOR EMPLOYED UNEMPLOYED LABOR EMPLOYED UNEMPLOYED UNEMPLOYMENT 
STATUS FORCE FORCE RATE 
TOTAL BOTH SEXES 83,190 77,480 5,700 100.0% 100.0% 100.0% 6.9 
WHITE 79,980 74,770 5,210 96.1 96.5 91.4 6.5 
BLACK 2,630 2,230 400 3.2 2.9 7.0 15.2 
OTHER RACES 580 490 90 0.7 0.6 1.5 15.2 
SPANISH AMERICAN 1,800 1,590 220 2.2 2.0 3.8 11.9 
MINORITY GROUP 1/ 5,010 4,300 700 6.0 5.6 12.3 14.0 
FEMALE 
TOTAL FEMALE 34,500 32,130 2,370 100.0 100.0 100.0 6.9 
PERCENT OF BOTH SEXES 41.5 41.5 41.5 
| WHITE FEMALE 33,130 30,980 2,150 96.0 96.4 90.8 6.5 
ag BLACK FEMALE 1,150 960 200 3.3 3.0 8.3 16.9 
OTHER RACES FEMALE 220 200 20 0.6 0.6 0.9 _ 9.7 
SPANISH AM. FEMALE 740 690 50 2.1 VP 2.1 6.7 i 
MINORITY GROUP FEMALE 1/ 2,110 1,850 270 6.1 5.7 11.2 12.6 r 


NOTE:MAY NOT SUM DUE TO ROUNDING. 

RATES AND PERCENTAGES COMPUTED USING UNROUNDED DATA 
SPANISH AMERICAN ALSO INCLUDED IN WHITE AND MINORITY GROUPS 
1/ SUM OF BLACK, SPANISH AMERICAN, AND OTHER RACES 


%* NOT COMPUTABLE 


SOURCE: LABOR MARKET INFORMATION UNIT, DEPARTMENT OF EMPLOYMENT SERVICE. 


‘| ae TABLE 5 
=| aes ; OCCUPATION OF JOB SERVICE APPLICANTS 
DECEMBER 31, 1988 
= ham SCOIT 
| a BY KED CATEGORY 
ai VETERAN AGE GROUP 
, MAJOR OCCUPATIONAL MINORITY  HANDI- DIS- UNDER 45 AND 
I | | GROUPS TOTAL FEMALE TOTAL FEMALE CAP TOTAL ABLED 22 OVER 
Les | 
| OFFICIALS AND MANAGERS 357.114 28 10 26 «115 58 5 90 
1 5 PROFESSIONALS 153 66 18 10 5 40 23 h 43 
eae TECHNICIANS 61 17 3 1 4 16 12 1 7 
| SALES WORKERS 268 133 22 17 21 35 25 32 64 
ea OFFICE AND CLERICAL 616 509 73 57 49 57 35 58 153 
tf CRAFT WORKERS 558 19 65 3 56 220 130 30 85 
5a | OPERATIVES 77 tA 9G we oS We ky. OM 
nail LABORERS 684 169 +139 41 51 «154 97 71 87 
i | a SERVICE WORKERS BGNME 2339 30 55 75 66) 65 51 87 
=| el AGRICULTURAL WORKERS 23 2 2 0 3 3 3 2 4 
| OTHER/NOT AVAILABLE 3 0 0 0 1 3 3 0 2 
U Pn) TOTAL 4,157 1,408 626 221 «380 (1,038 613 295 830 


BETTENDORF 
Total # 
White 26,724 
Black 239 
American 
Indian 48 
4 Asian 202 
ve 
Spanish 
Origin 439 


% of Total 


97.6% 
9% 


. 2h 
1% 


Total Minority Population 3.4% 


AT 


Source: 


Appendix 3C 


Population by Race & Language: 
Bettendorf, Scott County and Quad City Metropolitan Area 


SCOTT COUNTY 

4 Total # 
KADIR 150,425 
Black 6,620 
American 
Indian 337 
Asian 815 
Spanish 
Origin 3,553 


Total Minority Population 


Bi-State Metropolitan Planning Commission 


QUAD CITY METRO AREA 


Total # % of Total 

White 358,649 93.4% 
Black 17,086 4.4% 
American 

Indian 655 2h 
Asian 1,792 oe 
Spanish 

Origin 11,554 3.0% 


Total Minority Population 8.1% 


COURTY=SCOIT 


MAJOR OCCUPATIONAL 


PROF ,TECH & MGR 
SOCIAL SCIENCES 
MEDICINE & HEALTH 
EDUCATION 
ADMINISTRATION 
MANAGERS NEC 
MISC PROFESSIONAL 
CLERICAL & SALES 
STENO & TYPING 
COMPUTING & ACCOUNT 
STOCK CLERK 
MISC CLERICAL 
SALES, MISC 
SERVICE 
FOOD & DRINK PREP 
LODGING 
PERSONAL SERVICES 
MISC SERVICES 
AGRICULTURE 
PLANT/ANIMAL FARMING 
PROCESSING 
METALS 
FOUNDRY 
FOOD & TOBACCO 
CHEM , PLASTICS/RUBBER 
MISC PROCESSING 
MACHINE TRADES 
METAL MACHINING 
MACHINING 
MECHANICS-REPAIRERS 
PAPER WORKING 
PRINTING 
MISCELLANEOUS 
BENCHWVORK 
FABRICATE METAL PROD 
FABRICATE SCIENTIFIC 
ASSEMBLY ELECTRICAL 
PLASTIC, RUBBER 


METAL FABRICATING 

WI DFRS 

PLECTRICAL 

OTHER CONSTRUCTION 
MI SCELLANBOUS 

MOTOR FREIGHT 

MATERIAL HANDLING 


OCCUPATION OF JOB SERVICE APPLICARIS 
DECEMBER 31, 1988 


BY DICTIONARY OF OCCUPATIONAL TITLES 


MINORITY 


HANDI- 


FEMALE TOTAL FEMALE CAP TOTAL ABLED 


1,408 
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380 1,038 
32 151 
i" 32 
0 10 
1 2 
13} 35 
15 55 
h 17 
71 100 
18 12 
17 11 
11 36 
8 2 
17 39 
17 66 
24 17 
9 1 
0 1 
4 47 
3 5 
3 5 
15 4h 
4 15 
L 9 
6 18 
1 1 
0 1 
39 163 
12 63 
6 23 
16 64 
0 1 
3 7 
2 5 
11 AL 
6 26 
0 2 
3 4 
(0) 0 
0 2 
0 2 
2 8 
55 218 
5 34 
7 31 
8 53 
35 100 
77 247 
28 82 
49 165 


613 


147 


UNDER 45 AND 
22 OVER 
295 830 
9 121 
2 30 
0 3 
(4) 6 
0 30 
4, 42 
3 10 
91 223 
38 5B 
22 61 
7 22 
7 25 
17 57 
51 96 
27 24 
2 10 
0 1 
22 61 
3 4 
3 4 
31 33 
1 8 
0 5 
30 20 
0 0 
0 
22 86 
4 34 
2 20 
11 25 
0 0 
2 6 
3 1 
12 41 
8 25 
ie) 1 
3 6 
0 te) 
0 6) 
Q 5 
1 4 
21 93 
3 22 
1 19 
2 10 
15 42 
55 133 
13 55 
42 78 1 


SUMMARY 
QUALITATIVE ANALYSIS 


The North Scott Community School District has complied with state and 
federal laws regarding equal opportunity and non-discrimination. The relative 
lack of success in hiring a represented minority population may be due to 
geography. North Scott is located in northeastern Scott County. The district 
encompasses several dominantly white population areas. The minority popula- 
tion of the Quad Cities lives predominantly in Davenport and Rock Island, 
Illinois. In order for those minority persons to reach the nearest North 
Scott school he or she must drive through at least two school districts on 
either side of the river, Davenport and Bettendorf on the Iowa side and Rock 
Island, Moline, East Moline, and Riverdale on the Illinois side. Furthermore, 
the competition for affirmative action candidates favors Davenport and Rock 
Island because each has the advantage of serving a minority population greater 
than North Scott, 

The strategies of the affirmative action plan would include the following: 


BOARD POLICY - The district will review the present policies regarding non- 
discrimination and equal employment opportunity. A sample policy is included 
in the addendum for review. The present policy, which meets compliance 
standards for non-discrimination, may not be adequate for affirmative action. 
The Multi Cultural Non-Sexist (MCNS) committee can review the current policy 
with the sample. In addition to the policy a sample complaint form is also 
included, The complaint form as well as a reference to the policy should be 
made a part of each handbook. 


SYSTEMATIC INPUT - The MCNS committee will review the affirmative action plan 
and make necessary revisions. The committee will conduct another workforce 
analysis survey. The committee will provide inservice on the definitions of 
Chapter 95, the requirements of the law and the importance of the survey. 


GRIEVANCE PROCEDURES - The MCNS committee will review the sample complaint 
form and compare it to the current format. Grievance procedures will be 
known to students and staff. 

STAFF DEVELOPMENT - The plan will include inservice training for staff. The 
inservice is to promote awareness and commitment to the principles of affir- 


mative action. 
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EMPLOYMENT PRACTICES - The district will review job descriptions, vacancy 
notices, and employment practices to insure that the principles of affirmative 
action are not violated. Persons responsible for hiring will be provided 
information relative to quantitative analysis, relevant labor market and 
underrepresentation. The recruitment, application, and selection process 
will be reviewed to insure conformity with the district's affirmative action 
plan. 


STRATEGIES AND GOALS - The North Scott Community School District will work 
through its affirmative action coordinator, the MCNS Committee, and with 
advice and cooperation from the Director of the Mississippi Bend Consortium 
to implement an affirmative action plan to meet the intent and spirit of 
Chapter 95. The district will seek cooperation of area districts. to assist 
in recruitment of minority teachers and administrators to the area, 

* Recruit cooperatively with area schools for certified candidates and 
to provide support by making known vacancies in certified and non-certified 
positions to cooperating districts for spouses of minority candidates, 

* Recruit at schools whose student population is minority, 

* Provide inservice to supervisors and principals on affirmative action 
plan, 

* Conduct a comprehensive review of all personnel practices related to 
hiring, recruitment, and promotion. 

* Review current policy and practices of the affirmative action plan 


to determine if they are yielding the desired results. 


QUALITATIVE GOALS 
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Goal 1: To review employment practices including vacancy notices, recruit- 
ment, application, interview and selection process to insure the principles 
of non-discrimination and affirmative action are met. 
Responsibility: Affirmative Action Coordinator and the Multi Cultural 
Non-Sexist Committee 
Timeline: September 1, 1991 


Goal 2: To recruit at minority colleges and universities through brochures, 
campus interviews, or placement listings. 
Responsibility: Superintendent 
Timeline: Spring, 1991 
Goal 3: To recruit minority candidates for non-certified positions through 
cooperative efforts with area districts and the use of Job Service of Iowa. 
Responsibility: Superintendent 
Timeline: As vacancies become available 
Goal 4: To provide inservice and training of staff regarding the principles 


of Affirmative Action and the district's plan. 
Responsibility: Superintendent and the MCNS Committee 


Timeline: May, 1991 
Goal 5: To review sample policies and forms for revision to current policies 
on non-discrimination and hiring. 

Responsibility: MCNS Committee 

Timeline: July 1, 1992 
Goal 6: To conduct another workforce analysis survey. 

Responsibility: Affirmative Action Coordinator 


Timeline: April, 1992 
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Staff Personnel 


Series 400 
Policy Title Equal Employment Opportunity Code No. _ 


The North Scott Community School District shall provide equal 
opportunity to all employees and applicants for employment in accordance 
with all applicable Equal Employment Opportunity laws, directives and 
regulations of federal, state and local governing bodies and agencies. 
The district shall take affirmative action in recruitment, appointment, 
assignment and advancement of women, minorities and disabled, Employees 
shall be given notice of this policy annually, 


__ Individuals who file an application with the school district will be 
given consideration for employment if they meet or exceed the qualifications 
set by the Board, administration and State Department of Education for the 
position for which they apply. In employing school district personnel, the 
Board shall consider the qualifications, credentials, and records of the 
applicants without regard to race, color, creed, sex, marital status, 
national origin, religion, age or disability. In keeping with the law, 
the Board shall consider the veteran status of applicants. 


Inquiries by employees or applicants for employment regarding compliance 
with equal employment opportunity and affirmative action shall be directed 
to the District Affirmative Action Compliance Officer, North Scott Community 
School District, 251 East Iowa Street, Eldridge, Iowa 52748, Inquiries may 
also be directed, in writing, to the Iowa Civil Rights Department or to the 
Director of the Region VII Office of Civil Rights, Department of Education, 
Kansas City, Missouri, Such inquiry or complaint to the state or federal 
office may be done instead of, or in addition to, and inquiry or complaint 


at the local level, 


Further information and copies of the procedures for filing a complaint 
are available in the district's central administrative office. 


Legal Reference: Code of Iowa 
29 USC621-634, 42 USC 2000e et 
seq. Chapt. 20, 70 601A, 19B,11 
279.8, 281 Iowa Admin. Code 
11.4, 12.4, 84-88, 95 


NONDISCRIMINATION COMPLAINT FORM 


Building Level Complaint Form Check (™) area of complaint: 


Chapter I Activities jn Reading Section 504 Handicapped 
and Mathematics 


Title VII Civil Rights Title IX Sex Discrimination 


Name of Complainant: SO NS eee es AS 5 
Oop a 


Telephone: 


Date that violation or alleged violation occurred: 


School: 


Complaint (Please write a brief statement of the complaint, which must be on the 


area checked above): 


If the complaint is being filed by a representative of the complainant, please 
sign here: 
Complainant's Signature: 


Disposition by Building Administrator: 


District Level Complaint Form 


Area of Complaint Administrator's Name _ Office Telephone No. 
Chapter I Activities a  —— 
Title VII Civil Rights no 


Section 504 Handicapped eat lie: Mee Se ee 


Title IX Sex Discrimination EE eee 


Date: Received:: no ee Se 


Hearing Scheduled Date: 

Persons Attendings) mai oi eal 
By ee es or ee ee ee 
Me Oe ee ee a 


Disposition by District Complaint Officer: 


VACANCIES FOR PAST TWO YEARS 


PROJECTED VACANCIES 


APPLICANT AND NEW HIRE LOG 


Building/ 
Position 


Referral 
Source 


EXIT ANALYSIS 


Date of] Employee |Date of| Edu. 
|Birth | Number oe Ba Job Reason for 1 


yy WO 


ANALYSIS OF REFERRAL SERVICES 


Total Number Femalex Minority* 


Referral Source of Referrals # y 4 # 74 


